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Volunteerism has been around for a long time.

From

the beginnings of mankind when a person did something for
his neighbor or friend, volunteerism had its start.

Muc~

of the information on volunteers and/or volunteerism is
in the areas of organized, structured, or formalized volunteer
programs.

Not as much has been done or written on the

informal volunteering of individuals.

Informal volunteering

as used here refers to volunteer efforts on an irregular,
,

sporadic, or project basis as opposed to regular hours
on a daily basis performing a specified function.

The

Extension Homemakers Council organization advised by the
Cooperative Extension Service through land grant universities
in most s _tates is this type of informal volunteer group.
Although it has organization components, it is composed
of an informal volunteer structure.
Situation and Background Information
The National Extension Homemakers Council (NEHC) was
established in 1936 and represented 496,37l·members in
31,488 clubs from 44 states and 2 territories in 1983.
NEHC is an independent, voluntary organization and a
clientele and support group of the oldest and largest
nationwide, informal, out-of-school educational organization,
the Cooperative Extension Service (CES).

The South Carolina

Extension Homemakers Council (SCEHC) was established in
1921, joined NEHC in 1936, and had 409 clubs with 6,493
members in 1984.
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The objectives of Extension Homemakers Councils include:
improving the quality of family living in cooperation with

the CES and the United States Department of Agriculture
(USDA); providing progressive improvement of home and

community life; and promoting programs in the preservation
of the American home and better international understanding.
Professional staff (Cooperative Extension Agents) advise
this volunteer group at all levels of the organization
to help it achieve these objectives.
The Cooperative Extension Service delivers educational

information from the land grant university to the people.
It accomplishes this through a team of professionals, state
and co~nty staffs, who teach and train leaders who, in
turn, teach others.

This provides a multiplier effect

and demonstrates the value of trained volunteers.

One professional staff person working directly with
clientele can only reach a limited number of people
effectively.

Working with and training volunteers to work

with others multiplies the effort of one professional staff.
This is supported by Schwertz (1978) who, in discussing
4-H clubs, says that one Extension Agent working directly
with youth will reach about 200 4-H members with a reason
ably effective program.

Working directly with volunteer

4-H leaders at the local 4-H club level, this same agent
could reach about 500-800 4-H members and have about 40
volunteers in the 4-H program.
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The New Initiatives in Home Economics in 1981 says
that home economics program delivery has emphasized
information dissemination to client groups who volunteer
to diffuse the knowledge and assist in helping a wider
circle of interested clients develop skills and abilities
in the area of new knowledge.

In many states, organized

clubs have been the primary clientele and source of
volunteer diffusion.
The volunteer approach has helped Extension home
economists maximize the number of individuals and families
receiving their educational information and materials.
In order to maintain the quality and quantity of existing
programs, volunteers are more important than ever

before.

However, recruiting, motivating, training, supervising,
and retaining volunteers is easier said than done.
The problems associated with advising/managing this
organization are not unique.

Thus, the NEHC experience

can be extended to other volunteer groups.

One problem

is designing a system or process of personal recognition
and self-satisfaction for volunteers in an organization.
It is the efforts of the NEHC in developing such a
recognition program that is the subject of this paper.
Rationale for the Program
According to Henderson (1981), Extension staff working
with volunteers should keep motivations in mind when
determining volunteer tasks and when recruiting, training ,
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and supervising volunteers.

People make choices about

volunteering based on their goals or needs and whether

the volunteering will lead to the goals.

People become

attracted to climates that appeal to their dominant needs

and volunteer because of what they expect to have happen
through volunteering.
Hampton et al. (1973) refers to McClelland and

Atkinson's expectancy motivation theory in explaining volunteer
behavior.

This theory suggests that people behave as they

do because they believe their behavior will lead to a desired
reward or goal.

Three factors affect this behavior:

(1) The need for achievement, which is defined as

the capacity for taking pride in accomplishment.
(2) The need for affliation, defined as the concern
for one's relationship with others.

(3) The need for power or wanting to have an influence
or impact on others.

Everyone is motivated by these three needs; however, some
needs are stronger or weaker, depending on the individual
and the situation.

This satisfaction of needs is supported

in a slightly different way by Wilson (1976) who says that
volunteering provides the potential for meeting Maslow's
higher level needs -- belonging, self-esteem, and selfactualization.

•

Another important concept to consider is Herzberg's
"Motivation Hygiene Theory" says Kempton (1980).

He
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separates factors affecting people and how they work into
two categories:

hygiene factors and motivators.

refers to satisfying factors as motivators.

Herzberg

These factors

tie in with the top three of Maslow's Hierarchy of Needs.
The five motivators include:

achievement, recognition,

the work itself, increased responsibility, and growth
and development.

While achievement and recognition rank

highest as motivators, challenging work, increased
responsibility, and individual growth and development
(advancement) seem to have the most long-term effect.
The Extension process of professional teaching and
training volunteers to teach others (the multiplier effect)
is a middle management concept.

Herzberg (1960) says

that working with volunteer middle managers is not much
different from working with salaried staff.

He suggests

that job satisfaction is related to the five previously
mentioned motivators.
Lack of concern or effort in meeting these criteria
will mean a loss of volunteers.

In support of this,

Gamon (1978) says that turnover, as business knows, should
be avoided.

It's costly.

The volunteer who quits is

likely to be sour on the program in general .

Conversely ,

the experienced volunteer has the basics under control
and is ready for creative expansion.

Reducing worker

turnover means increasing job satisfaction.

Volunteer

managers can take some tips from industry and provide better pay
(rewards), more convenient hours, pleasant surroundings,
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a lightened work load, and opportunities for advancement.
This will improve our ability to get and keep volunteers.
What is the CVU P•rogram
The Certified Volunteer Unit (CVU) program is one
approach developed by the National Extension Homemakers
Council (NEHC) to motivate, reward, and retain volunteers.

The "CVU" idea originated within the EHC organization
because members wanted some universal means of recognition
for their volunteer effort and the knowledge they acquired
through such effort.

It is also intended to help a person

grow personally in volunteer leadership skills.
A "CVU" is similar to the CEU (Continuing Education

Unit) used to recognize individuals for participating in
continuing education programs.

One CVU represents 10 hours

of volunteer time contributed.

Hours spent in preparing

to conduct a volunteer activity and hours spent directly
in volunteer work can both be counted.

· The initial problem with a program of this type was
in deciding on a definition of volunteer.

Experts have

been trying to do this for many years without reaching
total consensus.

NEHC in their brochure, CVUs and You (1983),

define a volunteer as an individual who agrees to do a
job or perform a service for others (not family) for which
the only pay is the satisfaction of a job well done.

A

volunteer shares time, knowledge, skills, materials, etc.
with others.

A

volunteer can be paid or reimbursed for

out-of-pocket expenses related to volunteer work.
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Reasons for participating in the CVU program will vary
from person to person:
--Volunteers may want to develop their leadership skills
and c 1 imb a ''volunteer career ladder.'' That is,
they may want to go on to more reasonable volunteer
positions, within the EH organization or in other
volunteer groups. This reason is a good one -
volunteer leaders are made, not born, and they are
more needed now in our democracy than ever before!

•

--Volunteers may want to look for paid employment,
now or in the future, and volunteer experience, in
many instances, is becoming more and more accepted
on an equal basis with paid employment, if described
in comparable terms (job titles and descriptions
of duties and responsibilities s~milar to paid
employment) and properly documented.
--Volunteers may want to get academic credit for what
they have learned as an EH and community volunteer
and as a homemaker. More and more institutions of
higher education are giving academic credit for life
experience which, of course, includes volunteer
•
experience.
Additional reasons for earning CVUs include the recognition
of individual volunteer

effort and enhanced self-esteem

and personal pride in being a volunteer.
''Certified'' essentially means verified volunteer
time -- someone else is willing to verify that the volunteer
did perform the service and put in the amount of time that
is claimed.

Certification is the NEHC's responsibility -

that is, the process of certifying time will be carried
out within the various levels (club, county, state, and
national) of the EH organization, depending on the level
where you contribute the time.

For example, in the case

of a local club member working on a club community service
project, the chairperson for that project ''certifies''
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the amount of time and the type of service given.

In turn,

the chairperson of the project would have her/his contribution
to the effort ''certified'' by the next higher management
level, the club president or plan of work chairperson under
which that project falls.

The same type of procedure would

be followed at the county, state, and national levels -
always the next higher, "supervisory" person who can verify
that the person requesting certification of time and type
of work had the responsibility for a job and performed
•

it satisfactorily (the job was finished on time and in
a reasonable manner).
The record of a person's volunteer time is the Volunteer
Service Log, a small record book provided as part of the
program.

When the individual has completed a volunteer

project, he or she would enter the job title and the total
number of hours in this record· book.

Someone in a supervisory

capacity, as described in the preceeding paragraph, would
then verify the job and hours by signing by the entry.
This documentation then would become the individual's
permanent record of volunteer time.
When a volunteer has accumulated at least 500 hours
of total service (SO CVUs) and has

had that time validated

by the CVU chairman, he or she will receive a Certificate
of Recognition (Appendix) from their state organization.
Each additional 500 hours (SO CVUs) will earn a seal to
be affixed to the certificate, until a total of 2,500
(250 CVUs) have been accumulated.

0
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Acceptance and Projections
The CVU program should be in place and operating in
nearly all states in 1984 through ·the Extension Homemakers
Council organization.

NEHC has offered to share this

program idea with other agencies and organizations at the
national level.

Many are looking very closely at this

program idea and some are already planning to adopt it.
These groups will have to develop their own programs and
prepare their own materials.
•

The National Extension Homemakers Council (NEHC)
welcomes inquiries from other voluntary associations who
would like to share the Certified Volunteer Unit (CVU)
volunteer recognition program idea.

Correspondence should

~

be sent to the Family Education Staff, Extension Service,
U. S. Department of Agriculture, Washington, DC
for forwarding to the NEHC Board.

•
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THE
NATIONAL EXTENSION HOMEMAKER COUNCIL
Award For
•

VOLUNTEER SERVICE
Presented to

•

For faithful and devoted service to others and in recognition of the importance of
volunteer service in our democracy, the National Extension Homemaker Council
hereby awards 50 Certified Volunteer Units for service as

in the

Awarded this _ _ _ _ _ _ _ _ _ _ day of _ _ _ _ _ _ _ _ _ _ 19_ _
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